The aim of this paper is to discuss how the technological developments implemented in the production processes and organizational structures of micro and small sized enterprises (MSEs) affect the employment process of youth in these enterprises. Furniture sector is selected as a case.
The implementation of the ICT is a tool to lever the businesses to compete on a global scale by improving the efficiency in both production process and customer network. (Alam and Noor, 2009; p. 112) . Therefore the adoption of ICT is recognized as a crucial aspect for SMEs enabling SMEs to take competitive advantage of the global markets in their business. SMEs have increasingly transferred and adopted ICT to their workflow. For example, personal computers, the internet, automated working machines, ecommerce... etc. Bayo-Moriones and Lera-Lopez (2007) argued that the use of ICT can improve business competitiveness and so provide numerous opportunities for SMEs to compete in larger markets.
But, is the adoption process easy to handle? Adoption does not mean to buy the machine and install into the production unit. There is a tough decision process behind that. According to MacGregor et al (1996) , small business tends to avoid ICT into their business, if it is seen as complex to use. This is not surprising because SMEs always lack skills amongst workforce to use ICT (Spectrum, 1997) . New technology has always created frustration if it is not something controllable. Studies reveal that the ICT adoption is positively related to firm size and workforce. Analysis of ICT effects in private sector is significant only after a thorough analysis of conditions that should be satisfied in order to successfully adopt ICTexpectations towards positive impacts of ICT and characteristics of an individual company (financial, technological, personnel resources, the flexibility of structures etc.) are closely linked. In other words, the scale of the required set-up costs, including financial and human capital, combined with the lack of professional advice, delays adoption (Ritchie and Brindley, 2005) .
Undoubtedly ICT has a powerful impact on the economic performance and could be characterized by a high degree of technological progress and productivity. Also, it has an important social impact. (Ritchie and Brindley, 2005; Matei & Savulescu, 2012) The appropriate technology can help the firms to decrease the costs by improving the quality of production process and thus productivity within the firm. Moreover, it grants the firm the ability to adequately enter the market. For example, ICTs can significantly impact the market-oriented dimensions of products and services as well as manufacturing processes, working practices and management practices (Ritchie and Brindley, 2005) .
The existing level of skill and knowledge is very influential in adoption process. Reynolds ed.all (1994) found that small business owner/managers are unlikely to adopt more sophisticated technologies if they are not familiar with the basic ones. This is because of the limited number of employees with lack of technical knowledge. On the contrary, the adoption of ICTs impacts the skilling profile in the firm as well. That's why the concept of skill is crucial in that manner. It should be understood better.
What is Skill?
"Skill" is a much contested notion in the debates about work, employment and management. In the postindustrial period or post-Fordist period was marked with more flexible production processes, decentralization and reduction in hierarchy, up-skilling of work force and relatively more demand for "knowledge workers" (Bell 1973 , Attewell 1990 Piore and Sabel 1984; Zuboff, 1988) . Contrarily, it is also argued that the recent technological changes have created more managerial control, reduced worker autonomy and caused the deskilling of the labor (Braverman, 1974 , Zimbalist, 1979 , Rifkin, 1996 .
Tim Peterson and David Van Fleet (2004) define a skill as "the ability either to perform some specific behavioral task or the ability to perform some specific cognitive process that is functionally related to some particular task. They suggest three distinct components of skills:
(1) a domain-specific knowledge base, (2) the means to access that knowledge, and (3) the ability to take actions or thoughts using that knowledge to carry out a task. For this article, the notion of skill is defined as the mental and physical capacity to carry out the necessary tasks. It also contains mental proficiency and physical dexterity. In other words, skill implies the prerequisites of having and accessing certain knowledge, processes, or sequences of behavior leading to a specific performance. There are different views on how skill changes in the workind processes.
The Up-Skilling Thesis
The Up-skilling Thesis assumed that the technical progress favors the employment of skilled workers (Piore and Sabel, 1984; Zuboff, 1988) . Zuboff (1998) in her preliminary study on technology and work, "In the age of Smart Machine", discussed the informationalization of work processes on production and labor relations including management. Contrary to Braverman (1974) and Rifkin (1996) , she admitted the positive impact of technological developments on job creation and upgrading of skill requirements.
According to her, the effective use of the new information technologies demanded important changes in the workers' functions (in Vallas, 1990) . The new developments tended to diminish the importance of manual power rather than intellectual skills. The information technologies have called the workers to improve their skill levels related to the level of technology used in the enterprise. All these aspects are also very much related to the managerial concerns and organizational interests. Zuboff also reminded that the upgrading in the skill level of the workers might cause a growing threat to the managerial authority (Zuboff, 1988) .
Although Zuboff admitted that all kinds of skills are not compatible with stimulating technology and they are more apt to be abolished during the process.
Deskilling Process
The deskilling thesis underlines that the objective conditions of the work will inevitably separate workers from the production process and will make them as if a part of the machine by the deskilling process. There would be an inevitable displacement of low skilled ones within the firms (Rifkin, 1996; Robinson, 2004) . Because technical improvements have obviously favored the employment of more qualified workers.
Replacement of unskilled labor has taken place within manufacturing and services. Labor has been displaced mainly in tasks which can be routinized (Rifkin, 1996; Glyn, 2006) .
There is no doubt, the developed and eveloping economies desire high demand for skilled workers as compared to the jobs for unskilled workers (Piva and Livarelli, 2002; Manning, 2004) . This includes many unskilled assembly line jobs, which are repetitive and can easily be replaced by computerized technology.
It is clear that the new relations resulted in the deterioration of the general position of workers in society.
Most of them lost their jobs and thus, their economic well-being in the society is lowered (Lipietz, 1997; Harvey, 1989) .
There have also been shifts in the work organization or the production processes which definitely affect the conditions of low-skilled work force negatively. This condition of the low skilled work force has become dependent on the firms' strategies and for the most part, they are removed from the core of the production process and employed in very simple tasks. They tend to be kept deskilled and become an ordinary component in the management process of the firms (Braverman, 1974) .
For Braverman, capitalist relations of production contains the necessity for capital to realize the potential of purchased labor power by transforming it into labor under its own control, thereby creating the basis for alienation. He mentioned two important aspects:
-The origins of management lay in the struggle to devise the most effective means of imposing employers' will within a new social relation of production different in kind and scope to what had existed before.
-A division of labor based on a systematic subdivision of work, rather than simple distribution of crafts, is generalized only within the capitalist mode of production. The separation of work into 
The Social Construction of Skill
In more sociological context, it is often discussed that the notion of skill is mainly constructed in social relations (Wood, 1989) . Especially, the tendencies on discussions on the concept of skill have varied from technical dimension to managerial dimensions or from more economic contents, such as the source of productivity in a production process, to social relations between the employer and the employee. That is to say, the construction of skill is not the only result of objective processes; but also the result of social relations between the managers/capitalists and laborers who are dependent on them in terms of living (Rigby and Sanchis, 2006) .
Although the concept of skill can be considered as the combination of knowledge and experience, it is not just a matter that can be constructed through some processes such as education and training. It is somehow related with the laborer him/herself; with his/her intention, values or other humane aspects. But, what is interesting for us is how it creates a relationship with capitalists/ managers and the laborer him/herself.
In small firms, the relations are much more personal and more dependent on the employer. It is well known that the collectivity is less strong and laborers can be subjected to more informal applications in the market which mean less social and economic rights for them. In such a situation, the social construction of skill is more likely provided by the employers.
To sum up, the problem of skill formation in an enterprise cannot be solely reduced to technical dimensions.
The social condition of the employees -as it is in the women discussion -and also the political and economic relation in a society, in general, are also effective (Rigby and Sanchis, 2006) . 
Human Capital Theory
Human Capital Theory (HCT) is an economic theory that enhances the importance of education as an economic growth and development device. Education and training are considered as the key factors for the workers and nations to participate in the new global economy more effectively. Since the power of knowledge has been acknowledged in recent years in the policy issues, the importance of education and thus, the skill in workplaces has gained special importance. It is emphasized that the overall economic performance of societies is more directly based on their knowledge stock and learning capabilities (Foray and Lundvall, 1996) . HCT looks for the ways to raise the skill levels by additional investment in education, training and employment schemes and so on.
Human capital can be labeled as the stock of knowledge, skills, and abilities, which can help increase productivity and performance in life especially in work. According to this definition, human capital can be at the same time a goal/target for individual well-being and a means of achieving more fundamental and more long-term goals at work or in the lifetime career. In the human capital theory, it is a means of achieving higher productivity and thereby higher wages (Hietala, 2005) . Human capital does not automatically increase productivity. There must be enough demand for the knowledge, skills, and abilities in the labor market and, in addition, there must be enough motivation to utilize them.
Skill-Biased Technical Change
The debates on increasing inequality on wages, rights, and status in the workplace has often been attributed to the theory of skill-biased technical change (hereafter, SBTC) after the 1990s. This theory argues that SBTC is a shift in the production technology that favors skilled labor over the unskilled labor by increasing its relative productivity and therefore its relative demand. Particularly, the theory deals with the changes that have occurred with the advancements in ICTs (Violante, 2004; Siegel, 1999) . This bias occurs when the implementation of new technology increases for workers whose skills are complementary to technology. This bias is reflected mainly in wages; in the case of an increase in skill level, the ratio of wages of skilled labor rises more than the unskilled work force.
SBTC also claims that if the rate of technical change is low, there is little chance that any particular set of skills will become obsolete. But, if the rate is high, the effects of the change will be more detrimental over the skills.
As it is understood "skill" is a crucial aspect of the production process fo the firms. New technologies create many opportunities for workers in terms of training, increasing responsibilities or creating new jobs all of which definitely affect the skill composition of the worker. But, is this also valid for young apprentices in the small firms? In other words, how do the young workers deal with the technological and organizational developments in their firms? The research aimed to find an answer with a field research made in furniture production region located in Ankara.
THE RESEARCH SITE AND THE SAMPLE
As stated before this article aims at studying the employment impact of the technological changes on low skilled work force in general and on youth apprentices in particular. These innovative changes may either be realized in the production process or in the organizational setup of the firm. Furniture sector is the case for the research.
After the 1980s, the furniture sector is one of the fastest growing sectors in the country during the implementation of the export-led growth policies while the economy was endeavoring to articulate with the The Siteler cluster of the capital city of Ankara/ Turkey is taken as the research site. Siteler is one of the most important production centers of furniture in Turkey. It is the second biggest site (the first site is
Modoko located in Istanbul) in which almost 30.000 enterprises currently operate. The article deals only with the micro and small sized enterprises (MSEs) because according to statistics, the rate of MSEs in furniture sector is more than 90% and the number of employed people per firm is 6.9 (TUİK, 2003; SGK, 2012) . Besides the micro and small sized firms are "assumed" to have more problems in adjusting themselves to the technological and organizational changes vis-à-vis large companies. Because, they are are still operating via traditional ways; that is to say, the technical capacity of the firms are extremely limited; accordingly, low skilled work force is employed. Due to time and social limitations, the interviews were conducted in 100 furniture enterprises. All interviews were carried out face to face, and for all of them, an appointment was arranged beforehand.
The research used here are the "quota" and the "snowball" sampling methods; which are also known as network or chain referral method (Blaikie, 2000) . As there are more than ten thousand enterprises in Siteler (notes of an interview), the main sample of the research is gigantic and it is obvious that it is too hard to define the sample as the firms in Siteler as a whole. The basic criterion of choosing the sample is the enterprises which employ less than 50 people in total; these are specifically called as micro and small sized enterprises.
The other sample of the research was the young workers studying in the furniture departments of a vocational school located in Siteler region. There were about 150 students studying in the furniture and 
RESULTS OF FIELD RESEARCH
At first, the research made with companies are analyzed. They were asked why do they employ young apprentices, their problems; how do they deal with technological developments and changes in organizational structure right after the technological transfer. Besides, the workers were asked questions about their condition in the firms and impacts of the technological changes.
Employment of Young Apprentices
It should be pointed out that only 72 firms in the sample (72 percent) are employing youngsters. The total number of the young workers employed is 95, thus, the average number of employed young workers per enterprise is 1,5. It can be said that the use of youth employment does not seem like a dominant practice in this case, but it should be noted that the average employment rate in these firms (total number of workers in an enterprise) is 7,5.So, it can be concluded the incidence of youth labor is at a high level.
Almost all of the managers or masters of the firms expressed that having an apprentice or employing young workers in the furniture production is very important. That means such an additional work force is helpful in terms of doing simple tasks. Masters never do ordinary jobs, especially simple ones such as carrying the woods in the production area or carrying simple tools (screwdriver) or going to the grocery to buy 2 It looks that two different research sites were used in the field. But it is not. The students are also workers in small firms. They have to spend half of the week in a firm and join the production process. So, the school was a proper source for the sample. But, the real reason is that it is believed in that they could compare the education and working life through their experiences. In spite of their views, the policy recommendations given in this article were established. something or going to the bank to pay the electricity bill. All of these are the duties of the apprentices in the firms. Young workers have a social role in that sense.
Most of the young workers are actually not employed in the production, but in some auxiliary activities, in duties other than production. In 65 firms 86,3 percent are working elsewhere than production; they are employed for several duties in the enterprises; like an errand boy (The 65 firms mentioned here employs 95 apprentices in total). Their role is not at a high position or important like the masters in the firms but their position can be considered as an important component.
Furthermore, masters have a special role because the success of production process is intimately related to the capacity and ability of the masters. Masters should feel content and comfortable when they come to work. In other words, the managers should establish the necessary conditions to keep the job satisfaction of masters at a high level. In this regard, the young workers are not taken too much into consideration.
Masters can demand more rights than the young workers because their role is much more crucial for the firm. Instead of firing the masters, all the managers prefer firing young workers firstly because the master can also take the secrets of the ex-firms with himself. In addition to this, there is another interesting underlying reason: the managers prefer not to fire masters because the master can easily create rumors and dispraise the ex-firm. 64,2 percent are registered officially and have social security protection. Therefore the rate of informal employment is 35,8 percent (29 young workers).
The main reason for employing young workers in the enterprise is to decrease the production cost (See Figure 1) . As can be seen from that figure, 33 percent of the firms responded in that way. On the other hand, 31 percent of these firms employ young workers just to contribute to the vocational education system. 
Figure 1. Reasons to Employ Young Workers
However, most of the firms' owners may not prefer to register students of vocational school because, if they do that, the youngster will need to go to school one day in a week which means loss of working hours. 23 firms told that it is easy to work with young workers. One of their reasons is that young workers are so naïve bodies that they can be easily managed. They do not argue with the master. They just listen and do whatever they are told.
Problem of Skill in The Firms
A very high proportion, i.e., 91 percent of the firms responded that they are in need of qualified or more skilled work force. They all complained about such shortcomings. They stated that the presence of a vocational school in the same region did not mean too much for them in terms of their demand for the qualified work force because the knowledge taught in the school seemed like a "shallow" knowledge as it was not compatible with the needs of the enterprises neither for production nor marketing. It is found that only 8 firms, less than nine percent, have no problem of the qualified work force. When the firms want to hire a worker, whether skilled or not, 84 percent of firms get some kind of help from other firms located in the same region. This means that in Siteler, which is the oldest furniture cluster in Turkey, a very strong social solidarity and close ties exist among the furniture producers. Probably the same socialized and friendly relations are practiced in other activities, such as granting loan credit without interest. In daily and simple relations, small furniture businesses are very keen on helping each other.
In Siteler, the workers frequently change firms. The turnover rate among these firms is very high. That means that they can easily leave one firm and be employed by another firm. The main reason behind such dynamism is the low wages and the desire of the workers for being registered to the social security system.
Product and Process Innovation of The Firms
63 percent of all firms started to produce new products during the last five years according to the findings.
In other words, they are forced to undertake a process of "product differentiation" that they had never done before. This also shows that these furniture firms have tried to make changes in their policies and carry out innovations in order to get to good places in such a competitive market. New products always require new designs, new structuring in both production and organization levels, which all affect the labor relations within the firm itself.
Whether these firms have a marketing strategy or not, whether the technical capacity of the firms is sufficient in handling the changes in the product development schemes, and whether they can easily absorb these changes or not, are all crucial points that should be given special emphasis. All these points affect the employment relations within the firm.
Technology Transfer
31 percent of these firms implemented new production processes in the last five years (See Figure 2) . But, the majority of the firms (62 percent of the firms) chose not to make changes in their production processes although they started to produce new goods. These figures show how low the technological level of furniture production remains or how the pace of technical changes is slow especially in the small-sized enterprises. More than half of the managers, particularly the young ones have planned to make some technological changes but their old-aged partners or their fathers were not flexible on this issue. It must be said that although old age entrepreneurs may be more conservative, reluctance for innovation is common in almost all small businesses. Somehow, the existing market share seems enough for the elderly.
Figure 2. Types of technology transfer
On the other hand, the young managers, most of them being the sons or other close relatives, are struggling for technological improvements. This is what can be called the "gender gap" and it is an important social issue for the small businesses. About one-third of the firms in this research have tried to increase their technical and knowledge capacity in some sense. But, it is obvious that they are not successful in all subbranches of the sector; because firms are lacking the necessary knowledge pool concerning the ways of handling with those changes. The firms have given more emphasis to provide flexible production capacities but they are not very much aware of possible consequences of these changes, e.g., they are not very keen on studying the technical development in the furniture production. Although they have a large knowledge accumulation coming from the so-called "learning by doing" process; but they do not try to develop a production process that is special for the Siteler cluster.
The second biggest way of technology transfer for these firms is via counseling services. This shows that these firms are very much in need of knowledge about production, design, and marketing. This indicates the necessity of a knowledge pool in the region. Unlike the very strong solidarity in other areas, the firms do not prefer to share their knowledge about production and marketing among themselves.
The employment of skilled workforce is a critical element for the well-functioning of firms. It is mentioned that especially skilled workers are needed for the design. Most of the managers do the designs by themselves and they just learn it while working. The need for new designs is totally a result of changing customer demands and searching of new markets around the world; which is the general result of neoliberal transformations in the world economy. Solving the problem of skilled work force should be one of the main policy targets of the government.
Especially vocational training, and the student or graduated working young workers should be the main actors in supplying the skilled work force in the long run. Thereby, the social role of young workers could be improved. Such kind of policy will also improve the physical and mental development of the young workers that may be hampered during the heavy workloads. More skill will better prepare the young workers for the future and increase their position in the society. Vocational schools can act as the source of basic knowledge and, networks among the firms, young workers, and teachers should definitely be established.
More importantly, the close relation of technology transfer and its impacts on the change in the number of young workers is also examined. That is to say, it was tried to find out whether the technology transfer increases or decreases the number of young workers in these firms. According to the analyzes, 78 percent of firms, did make at least one type of technology transfer in the last five years and in 93 percent of these firms, there is a decrease in the number of employed young workers.
More interestingly, 95,8 percent of these firms are also in need of skilled work force in their firms. They complain about the lack of skilled work force in their firms and their region. This is quite a controversial issue since there is a decrease in the number work force but there is a need for the skilled work force. This totally shows the mismatch among the needs and the sources. The firms, the government, and even the workers do not know how to use the existing sources productively. This also shows that the ICT adoption in the firms does not solve every problem if it cannot be used properly. For that reason, knowledge, and ability to use it become the main tools for the social and economic development in the last decades.
As it understood, there is no single factor explaining of any change. Like a chain reaction, there may be a deep impact of technological developments. The spillover effect of large companies may have a positive impact in that sense. The managers of small firms can learn much if they can monitor them properly. This does not mean stealing the ideas. This means working hard and absorbing whatever is going on around their firms.
Changes in Organizational Structure
It is important to find out what happened to the organizational structure of the firms right after the technology transfer. Almost 27 percent of the firms also implemented organizational changes within the firm in the last five years. Whereas, 73,3 percent of them, did not make any change. These statistics show that the firms, in terms of organizational structure, are not so eager for making changes as they did for their production processes and are conservative in that sense. Somehow, due to the shrinkage in their market share, they have convinced themselves that they can handle with the existing market relations by themselves. Small firms have started to lose their local, national and international market shares since the 1990s. The introduction of factory production system and highly automated production facilities replaced the strength of traditional production system and has started to dominate the market. This can also be deduced also from the response where 57 percent of these firms felt that these changes did not have a considerable positive impact on their businesses. The growing competition in the market is one of the main reasons behind this but the efficient use of existing technology and marketing strategies should be taken into consideration as a major cause.
The Use of Technology and Young Apprentices
In this section, the young workers were asked some questions about using simple machines and more complex machines which contain advanced technological aspects. 59 percent can use high-tech machines under the control of a master or vice masters. 40 percent of them are never allowed to use such kind of machines. Out of 171 young workers, 75 percent of them are allowed to use simple machinery in work places. However, they are not allowed to use complex machines in the production processes.
In addition to that, in terms of technological machinery, interesting figures has come out: out of over 170 young workers, only 71 young workers (42 percent) are allowed to use such machinery whereas 31 percent of young workers can never use the technological machinery in the firms. 20 young workers have just started to use them but they were previously not allowed. 26 young workers which make 15 percent can seldom use the machines. The main reason of the prohibition about the machines is concerning the skill and knowledge level of the young workers. Almost all masters answered the question about the reason of such prohibition as: "they do not have the necessary knowledge" or "they may break it because they do not know how to control it" or "Using the machine is risky for their health". The risk of accident has always been a threat to these firms. Some of the young workers added also that the masters do not trust them in using the are not willing to educate them about the use of these machinery.
These figures definitely show the existence of a technological bias against the young workers. They are not allowed to use the machinery and they are often employed in easier tasks at production and other duties. In this regard, the young workers were also asked what happened when a change occurred such as the employment of new work force or the implementation new technological machinery. 34.3 percent of them replied that there their role had changed and they were employed in simpler tasks in the work places. The 65.7 percent of the young workers did not experience such a change because the adult workers were mostly engaged in important roles in the production process where the young workers were never as apprentices so their role did not change whatsoever. These figures definitely demonstrate that the deskilling impact of technology is very widespread in the small enterprises of the furniture sector.
But on the other hand, there is no clear evidence about whether working young workers lose their jobs due to the technological implementation or organizational restructuring processes. It is understood that, the manager employs skilled workers whenever necessary. It means that instead of educating the available apprentices there, the managers often prefer to employ somebody else for the job. This kind of bias against young workers is widespread in the region. The apprentices are very important for all firms but their roles are often neglected at many important duties like production or design. The only way of overcoming such kind of a bias is to increase the skill level of young workers but most of the managers expressed that they are not so keen on teaching everything to the young workers because when young workers learn something, they can demand more wage and leave the firm easily when they cannot get what they want. This kind of dilemma is so hard to solve since the young workers are really in need of skill as they grow up to earn more and to attain a higher status. However with this type of "teaching" process, former young workers will become masters and establish their own production units, thus, it is thought that firms may lose their market shares to the new competitors and their production capacity may decrease.
To have a decent job and thus a good life in the future, the young generation working in this sector should not be alienated from the production process. They have to be forced to increase their skill level. They have to learn how to market the products and the products /materials themselves. They have to learn to use the machines. That is to say, they have to become friendly with the technology. Otherwise, such kind of bias cannot be removed. They have to be pulled into the process, not being pushed out of it. Being pushed creates obviously a deskilling process for the young worker which definitely implies a major problem for him/her.
The Conditions of Young Workers in The Firm
In this section, some questions about the young workers' working period, wage, and social rights will be discussed. When the working period is considered, 88 percent of 171 interviewed workers are full-time.
When weekly work is taken into account, about 62 percent of young workers are working six days a week.
Only 56 young workers are working five days. Relatively a very small amount, less than four percent, corresponding to 6 young workers are working all seven days of the week. However, daily duration of work is rather long. In all categories, young workers are working on the average around 8-9 hours per day. All these figures show that the working young workers are often exposed to long working hours which is a kind of worst form of child labor (ILO, 2004) .
51 percent of young workers are given monthly wages and 42 percent of them are given weekly wages.
Most of the young workers are taking their wages by cash. The wage level is mainly determined by the owners of the firms. Young workers cannot argue about the amount of the wage. This is obviously related to the low level of the social role of young workers in that region. As it is in almost every job, the young workers do not have power in terms of arguing for the rights. Their parents or the masters are the decisionmakers in this regard. Many of them believe that they get a low wage. This also shows the age-bias behavior on the wages in the sector. That means the young workers have always earned low wages as compared to the other workers.
The main criteria in the determination of wages are their ages, not their skill level. In order to earn more, they should spend more time in the firm. The family workers cannot get even any regular wage from their managers. This may be attributed to the notion of unpaid family worker and it is obvious that such kind of familial relation may not have an official basis in which all the regulations, rules and rights are clearly defined. Within the total 171 working young workers, 68 percent are often employed in duties that are different from their ordinary or assigned work. These are often simple tasks that do not require a skill profile.
Another question was about the education process in the firm: 147 young workers who make 86 percent cannot get a special education in the firm. Most of the managers or masters prefer to train the young workers while they are working. This shows that they do not want to spend too much time for special education facilities and do not want to loose time from production. These figures also show the bias against the young workers in the firm.
One of the interesting results of this study is that most of the young workers have a social security record.
These numbers look high because most of the young workers are students in vocational schools thus they have to be registered at the firm. Otherwise, that is without social security, they are not accepted to schools. 
Changes in The Condition of The Labor Force
One of the main questions of the interview was about the quantitative change of labor force in the firms.
For 91 percent of the firms, the number of workers has decreased in the last five years. Only 9 firms expressed that there is no change or an increase has been experienced. Sometimes changes are seasonal.
The numbers show that all the firms have experienced important transformations both socially and economically in the last years. On one hand, the fast technical changes and the neoliberal economic atmosphere totally destroyed the existing market relations. On the other hand, due to these changes, many firms, especially small ones became unable to respond to these changes properly and lost their market shares and economic power.
The main reason behind that change is the lack of demand, or with their words, "absence of business". Most of the managers expressed that if there is nothing to do, there is no need to employ more people. One of the interesting points is that the master who can not earn more or demand a social security registration is the first group of workers who leave the firm. Most people have realized the importance of the social security registration. Especially for the masters, it is easy to leave the firm that does not give what he wants. Because he is a master, he has the necessary skill and knowledge level to find another job. He also has the option to start his own business. He has some options in that sense.
In addition to that, most of the masters who leave the firm might also decide to change sector. That means, they could decide to work in the service sector or machinery sector. The first motive is the social security registration; the second one is the money for living. Such kind of situation shows that the furniture sector, especially for small firms, has lost their charm as a working place. It does not attract people to work since these firms cannot earn more and so they cannot give enough wage and social rights to their workers.
Working youngsters are not as lucky as the masters. When business conditions do worsen they are the first group of workers to be fired. Even in the case of hiring another worker, specially who has a special skill like a master; the first laborers who have to quit the job are the young workers. About 95 percent of the firms expressed that they fired many workers since they became unnecessary for the firm after hiring other people or buying machinery. Besides, the managers also preferred to send young workers in the first place.
The reason is that it is much easy to fire young workers since they cause less trouble. They do not prefer to send adults or masters because these people may disseminate gossip or confidential knowledge about the inability of the firms in case of being fired. It is understood that the socially constructed role of young workers looks a little underestimated by the adults. Another question was whether the number of young workers has increased or decreased. It is found out that 93 percent of the firms have experienced a decrease in the number of working youngsters. Those firms have somehow had to send the young workers to other places. As they expressed, most of the young workers who left the firm tried to work in another firm located in Siteler. In that sense, the majority of these young workers became "labor of reserve army" (Marx, 1978) 
5.RECOMMENDATIONS
When a change happens in small firms' production process, the young apprentices is affected negatively.
Because, they do not know the ways how to handle with changes. It is believed that such kind of problem arises because of the inconvenience between the vocational training system and the requirements of firms in the market. For that reason, the missing link between these actors should be re-established. This is the underlying logic of this section.
A Policy Model Regardiıng Youth Employment: Participatory Education
In the vocational training model, there are three main elements which have to operate in a coordinated and efficient manner for obtaining positive results. The first element is obviously the young apprentice. The second but definitely not secondary element is the teacher/instructor who will function as the pillar of the system for this purpose. However, it should be noted that, since technology is rapidly changing, the teacher him/herself must also have a continuous learning process. The third element is the private business; namely the managers of the firms. Of course, for a successful training system, these three components are necessary but not sufficient. There must be qualitative elements from the organizational and institutional standpoints that need to be fulfilled; a dynamic/continuous coordination between skill formation and technological developments, i.e., a life-long learning process must be followed. The lack or an inferior role of one of these actors will definitely bring the collapse of the system.
As a first step, the governmental bodies and the representatives of private businesses should come together and try to establish a new curriculum for the vocational training. This curriculum should undeniably be established according to the demands or needs of the private businesses which are a natural outcome of their existing technological levels, marketing strategies, and managerial aspects. The young students should be donated with all kinds of necessary knowledge and obtain the required training practices and experiments when they graduate from school. In that way, the managers will come to believe that these youngsters are sufficiently skilled and have enough knowledge.
Another role of the private business is the managers or rather the "masters" of the profession participating in the classes. The young apprentice should learn the necessary knowledge or should acquire the necessary technological practice from the first actor of the system, being masters/managers, along with the formal actor, which is the teacher. In that sense, the major contribution should be provided by the business associations in the region by undertaking a greater role during the process. The second part of the system is the practical work applications. That means it is a must for the knowledge to be applied directly at the right place; namely in the firms.
In the current system, the students in the school spend five days of their working week in the firms and one day in schools. But, none of the managers place a special emphasis on the content of the lessons because they believe that the lessons are incompatible with their plans and visions. For this reason, the participatory education system will improve the trust of the managers to the vocational system.
A Crucial Support Mechanism: Research and Development Centers
Obviously, the furniture sector has crucial problems that are peculiar to it. As it was mentioned in the results of the field work, one of the main problems of the small firms of the Siteler region is the low technological capacity in the world of big corporations, both domestic and foreign. Besides, the very low level of financial strength lacking capital make firms unable to make necessary technological investments. Nevertheless, it should be admitted that the low vision and low level of knowledge of firms' managers are also very effective in that sense. Most of them are aware or have some feeling about what will be happening in the furniture market. However, they do not know how they can benefit from existing and/or changing conditions. They are really in need of assistance to work productively and thus to be abreast of the improvements in the
